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P6Hx23-2.906   PROCEDURE: PREGNANT WORKER FAIRNESS ACT (PWFA)
I. Purpose
To provide a procedure for implementing the provisions of the federal Pregnant Worker Fairness Act (PWFA).
All supervisory and administrative personnel, faculty and staff are expected to become familiar with this Procedure and to assist the College and those who wish to avail themselves of the protections afforded by the PWFA.
II. Scope

This Procedure applies to College employees and applicants to College employment.

III. Definitions
A. Reasonable Accommodation – any change(s) in the work environment or the way things are usually done at work.  Examples include, but are not limited to:
1.   Additional, longer, or more flexible breaks to drink water, eat, rest, or use the restroom;

2.   Changing food or drink policies to allow for a water bottle or food;

3.   Changing equipment, devices, or workstations, such as providing a stool to sit on, or a way to do work while standing;

4.   Changing a uniform or dress code or providing safety equipment that fits;

5.   Changing a work schedule, such as having shorter hours, part-time work, or a later start time;
6.   Hybrid/Remote work;

7.   Temporary reassignment;

8.   Temporary suspension of one or more essential functions of a job;

9.   Leave for health care appointments;

10.   Light duty or help with lifting or other manual labor; or

11.   Leave to recover from childbirth or other medical conditions related to pregnancy or childbirth.

B. Undue Hardship - means significant difficulty or expense to the College.
C. Qualified Employee/Qualified Applicant - an employee or applicant who can perform the core or essential functions of the job with or without a reasonable accommodation, or an employee who is unable to perform the core or essential functions of the job with or without accommodation if the inability is temporary, can be performed by the employee in the near future, and the inability to perform the core or essential functions can be reasonably accommodated.
D. Known Limitation - a physical or mental condition related to, affected by, or arising out of pregnancy, childbirth, or related medical conditions which the employee or the employee’s representative (or the applicant or the applicant’s representative) has communicated to the College.

E. Pregnancy, Childbirth, or Related Medical Conditions – includes, but is not limited to, uncomplicated pregnancies, vaginal deliveries or cesarian sections, miscarriage, postpartum depression, edema, placenta previa, and lactation. More examples can be found in the Code of Federal Regulations at 29 CFR 1636 (https://www.federalregister.gov/d/2024-07527).
IV. General Provisions
A. The College must provide reasonable accommodation(s) to a qualified employee’s or qualified applicant’s known limitations related to, affected by, or arising out of pregnancy, childbirth, or related medical conditions, unless the accommodation will cause undue hardship.
B. Human Resources serves as the College’s primary resource on matters relating to the PWFA; however, some matters may be referred for review and/or handling by the College administration. 
C. A qualified employee’s request for reasonable accommodation under this Procedure shall be made to the qualified employee’s supervisor.  A qualified applicant’s request for reasonable accommodation under this Procedure shall be made to the Director of Talent Acquisition and Onboarding within Human Resources, or their designee, who will serve as the liaison between the Qualified Applicant and the supervisor for the position to which application is made. The College shall respond to such requests promptly and without unreasonable delay. Human Resources shall remain available to consult on any request for accommodation made pursuant to this Procedure.
V. Investigations, Channels of Review, and Appeals
A. If a qualified employee or qualified applicant believes their reasonable accommodation request was improperly denied, they shall report the matter to the College’s Title IX Coordinator/EAEO Officer within thirty (30) calendar days of the denial.
B. Investigations, channels of review and appeals of claims of an improperly denied reasonable accommodation request will be pursuant to Procedure P6Hx23-1.34 – Discrimination Grievance.
VI. Retaliation
A. It is contrary to College policy for any individual to engage in conduct that is retaliatory against a qualified employee or qualified applicant who requests reasonable accommodation under this Procedure, or who avails themselves of the investigation, channels of review and appeals provisions of Section V. of this Procedure.
B. It is contrary to College policy for any individual to engage in conduct that is retaliatory against anyone who provides information or testimony in relation to the investigation, channels of review and appeals provisions of Section V. of this Procedure, or who aids or assists a qualified employee or qualified applicant in requesting reasonable accommodation pursuant to this Procedure.
C. Any person determined to have engaged in retaliation as described in this section may be subjected to discipline up to and including termination from employment.
History:
10/30/24.  Adopted – 10/30/24.  Effective – 10/30/24.
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